Negotiation is a problem solving process whereby two parties strive to reach agreement on issues or courses of action where there is some degree of interest, goals, values or beliefs. A leader needs the negotiation processes skill for the inevitable conflict resolution in any organization. T his study investigated leadership negotiation processes' skill as correlates of university conflict resolution. T o guide the conduct of this study, three research questions were formula ted. Proportionate stratified and simple random samplings were used in the selection of 180 and 360 academic staff and students respectively from two universities. A four point Likert -scale questionnaire designed by the researcher containing 25 items was used.
Introduction
Conflicts are inevitable in any organization. This is more so in an organization, as in a university with a structure that allows two or more different units or groups to share functional boundaries in achieving its set objectives. In universities, people with differing nature; students, lecturers and administrative staff have disagreements in an organizational structure. Conflict is simply defined as a disagreement between two or more parties. A conflict may arise as a result of a clash between a subordinate and a superior that cannot come to a compromise. A conflict can occur when a group of people accuse each other in a way that will provoke an argument that can lead to verbal abuse, fight, loss of lives and property. Rahim (2002) defines conflict as a mutual hostility, and all kinds of opposition or antagonistic interaction including disagreements or controversies about ideas, values, and ways of life. According to Sanda (1992) , a conflict is a direct connection between deprivation which leads to frustration and aggression. The conflict which results from the frustrated are often directed against the defined aggressors or perpetrators of the undesirable state of affairs. Gross mismanagement of available resources could also result in conflicts. These conflicts could take the form of strikes, demonstration, boycott of lectures and violent riots. Amusan (1996) opines that conflict is a situation of disagreement between two parties. A conflict situation is characterized by the inability of those concerned to iron out their differences and reach an agreement on issues of common interest. This inability manifests in one form of protest or the other such as strikes and other work disruptions (slow-downs, sabotage and planned absenteeism).
Nigerian universities have experienced series of inter and intra-varsity conflicts. For instances, in May 1997, Lagos State University had an intra-varsity conflict situation involving students due to increase of school fees, resulting in violent demonstrations. Another one in April 2000, there was an inter-varsity conflict situation involving lecturers versus Lagos State Government. Opposition to the reappointment of the then Vice -Chancellor for the second term resulted in sacking 22 lecturers (including 6 Professors). In May 2001, there was an intravarsity conflict situation in the University of Ibadan involving lecturers and the Academic Staff Union of University (ASUU) Executives when some Professors did not join the strike action, leading to physical assaults.
Conflict situations involving students are usually directed at the University Administrators, Federal or State Government or students (especially cult groups), as well as, law enforcement agents, particularly the police, and social service providers, politics (campus and national). The resultant crises often lead into destruction of properties, payment of restitution fees, disruption of academic activities ranging from boycott of lectures to shutting down of Universities, and loss of lives (Onyekakeyah, 2005) . These resultant effects are grave and thus need special attention aimed reducing the instances to the barest minimum. Some of the conflict situations Lecturers did not join a national strike, which led to physical assaults.
Conflict resolution is a way of ending a disagreement between two or more parties involved in a dispute or an argument. This is achievable when a mediator acts as a facilitator to ensure that both parties resolve their differences in a peaceful manner in order to ensure peace. Conflict resolution is a process whereby the parties to a dispute agree to utilize the services of a conciliator, who then meets with the parties separately in an attempt to resolve their differences. According to Burton (1990) , conflict resolution is simply defined as when individuals or parties enter into a negotiation process to resolve conflict, they will bring a certain orientation to the table in their effort to settle the conflict. The two most basic orientations when people enter into negotiations are "cooperative" or "competitive". A cooperative approach leads parties to seek win-win solutions in which both sides to the conflict feel they have won and, as such, any resolutions to the conflicts are likely to be accepted voluntarily.
Conflict Resolution process is based on respect for individual interests and interpersonal relationship. TschannenMoran (2001) explains conflict resolution processes as an integral process in creating programs that can disseminate ideas and skills for averting, overseeing, and amicably resolving conflicts. Melamed and Reiman (2000) explain that conflict resolution processes are describe as the different ways by which organisations deal with conflicst including persuasion or bargaining. These components used in dealing with conflicts are considered aspects of mediation, negotiation and arbitration (Warters, 2000) . The components of mediation and negotiation are seen as crucial to the understanding of conflict resolution processes.
The causes of these conflicts range from demand for general rehabilitation and restoration of university education, staff welfare package inclusive, to national policy in relation to education. Policies such as privatization, the university autonomy and democratization of the university management usually spark off controversies. Politics, especially on campus, relating to appointment of key officers such as Vice-Chancellor and other managerial positions also result into conflicts. These conflicts often lead to disruptions of academic activities and university calendars. There is thus the need to properly manage conflicts in Nigerian universities, if the goals of university education are to be achieved.
This study therefore examines the leadership negotiation processes' skill as correlates of intra-varsity conflict resolution as the University of Ibadan and Lead City University were investigated as case studies. The pa per also determines the gender perception difference on negotiation processes in both universities.
Research Questions
To this end, the study focuses on answering and testing the following research questions and hypotheses respectively: 1.
What are the factors that cause conflicts in the universities? 2.
What are the negotiation techniques that can be adopted for conflict resolution?
Research Hypotheses: 1. There is no statistical significant relationship between negotiation processes and university conflict resolution. 2.
There is no statistical significant gender perception difference on negotiation processes in both universities.
Method Design
The research was to elicit information on the lecturers' perceived leadership negotiation processes skill as correlates of intra-varsity conflict resolution in the University of Ibadan and Lead City University. The study was purely a descriptive survey research where no variable were manipulated.
Population/Sample
The population for the study involves all lecturers at the University of Ibadan and Lead City University, Ibadan, Oyo State, Nigeria. Lecturers were stratified into three faculties; Social Sciences and Entrepreneurship, Education, and Information Technology and Applied Sciences. A sample of 30 lecturers who have held positions or are still leaders in one capacity or the other, and 60 students who have held positions or are still leaders in one capacity or the other were randomly selected from each stratum of each un iversity, making 180 and 360 lecturers and students respectively, having a total of 540 respondents for the study. Instrumentation
The research instrument used has three sections: A, B, & C. Section A includes the respondent's demographic data such as age, gender, department, and faculty, among others. Section B consists of 12 items measuring the negotiation processes, while section C consists of 12 items as well, measuring conflict resolution. Sections B and C are 12 structured items with Four-Likert rating scale format to elicit information on leadership negotiation processes' skill and conflict resolution. The instrument was first administered to 10 lecturers (Cronbach' s alpha = 0.70) as pilot survey. The respondents are required to tick the best response that satisfies their level of knowledge of the items.
Method of Data Analysis
All data collected were grouped based on the various research questions formulated for testing in this study. The data was subjected to statistical test and analyses using descriptive statistics, Pearson Moment Correlation, and TTest.
Results

Research Question 1:
What are the factors that cause conflicts in the universities? Survey, 2013 Table 1 above shows the students' perceived factors responsible for conflicts in Nigerian universities. Seven major factors were identified; student-student conflict, student-lecturer conflict, student-university management conflict, student-government conflict, lecturer-lecturer conflict, lecturer -university management conflict and lecturer-government conflict. To lecturers, non implementation of policy agreed upon (41.7%) has the highest percentage, followed by inadequate office space (37.8%) while poor learning environments (25 %) has the least percentage. To students, irregularity in electricity and water supply (44.2%) is the hig hest perceived factor that causes intra-varsity conflict, followed by increase in tuition fees (42.5%) while inadequate and poor facilities in the universities (23.6%) has the least percentage.
Research Question 2:
What are the negotiation techniques that can be adopted for conflict resolution? Table 2 above shows the lecturers' and students' perceived ranking of negotiation techniques for intra-varsity conflict resolutions. Accommodation techniques (26.1%) is the highest ranking technique for university conflict resolution, followed by collaboration and dialogue technique (17%) while withdrawal technique (12.8%) is the least ranked negotiation technique for university conflict resolution.
Research Hypothesis 1:
There is no statistical significant relationship between negotiation processes and university conflict resolution. The correlation analysis is shown in Table 3 above, to determine if any relationship exists between negotiation processes and university conflict resolution. With a coefficient of correlation of 0.726, the res ult shows that there is a positive relationship between the negotiation processes and university conflict resolution. In other words, the process of negotiations greatly influences how university conflicts could be resolved. When the negotiation process is properly done, there is an assurance of resolution of the university conflict and when the negotiation process is not considered fair and proper, the conflict is not likely to be resolved. Furthermore, the P-value of 0.023 <0.05, implies that the relationship is significant. Hence the null hypothesis stating that there is no significant relationship between negotiation processes and university conflict resolution stands rejected, while the research hypothesis is accepted.
Research Hypothesis 2:
There is no statistical significant gender perception difference on negotiation processes in both universities. Table 4 above reveals the gender difference of negotiation process in both universities. With a mean value of 1.53 and a standard deviation of 0.5, the result ascertaining any difference in the gender perception of the negotiation processes indicates that differences certainly exist. In addition, the statistical T test, testing for possible differences gives t=37.517 at a degree of freedom of 539 (P: 0.000< 0.05). This implies that there is a significant difference in the gender perception of the negotiation processes in both universities. This means that the way male academics and students leaders perceive negotiation processes differ from the way their female counterparts perceive them. Hence the null hypothesis is rejected, while the research hypothesis is accepted.
Discussion
The result for Research Question One reveals that student unionism is the major factor responsible for studentstudent conflicts and relationship is the least factor. The major factor that causes conflicts between student and lecturer is sexual harassment. The sexual harassment from male lecturers are due to some factors like near-nudity in female students' dressing, undue solicitation for marks by female students, non-seriousness of female students in carrying out given assignments, and deliberate attraction of female students during lectures, among others.
Also, it was discovered that absence of electricity and water supply is a major factor that can cause conflicts between students and the university management. This is followed by increase in tuition fee; whenever the tuition is increased, students often react against such a move. For instance, in May 1997, Lagos State University had an intra-varsity conflict situation involving students due to increase of school fees, resulting in violent demonstration. Inadequate and poor facilities happen to be the least factor that could cause conflict between students and the university management. It was discovered that almost the same factors that cause conflict between students and the university management also cause conflict between students and government. Such are increase in tuition fee, poor facilities and inadequate number of lecturers which is the least factor that can cause conflict between students and government (Odetunde, 2004) .
The result in Table One also shows factors that cause conflict between lecturers and lecturers, lecturers and the university management, as well as lecturers and government. It was discovered that non -implementation of policy agreed upon is the major cause between lecturers and government. Non implementation of policy also includes the improvement of poor learning environment and absence of lecturers' welfare. Delay of salaries and remunerations happen to be the major factor that causes conflict between lecturers and the university management. Also, inadequate office space is the major factor that causes conflict between lecturer and lecturer.
Research Question Two result reveals the ranking of negotiation techniques that can be adopted for conflict resolution. Negotiation process is one of the most common form of dispute resolution. Accommodation technique (26.1 %) has the highest ranking. That is, the university is an organization made up of different people to achieve a common goal, and in order to achieve the stated goals, people should be ready to accommodate one another as much as possible that conflict can be avoided. Collaboration and dialogue techniques followed (17%) while withdrawal technique (12.8%) was the least ranked.
Research Hypothesis One result shows the relationship between negotiation processes and university conflict resolution. The null hypothesis was rejected, impling that there is positive relationship between negotiation processes and university conflict resolution. The implication of this result is that the negot iation process has much weight on how conflicts can be resolved in the university.
Research Hypothesis Two results reveals there is gender difference in perception of negotiation process in both universities. That is, the perception of both male and female on the negotiation processes in both universities differ. The way the male perceived the negotiation processes is quite different from the female counterparts. The perception of females on issues is futuristic sometimes while male often press for the immediate. Males and females do not view issues the same way sometimes.
Conclusion
In conclusion, it worth noting that conflict is an inevitable issue in any organization. The cost of conflict is so enormous that the university leaders will do all within their capacity to discover the best negotiation technique for conflict resolution. In the university, unsettled conflicts have serious implications on the number of years the students will spend in the universities as well as financial commitment of their parents. It also has implications on the image of the universities abroad as well as the victims of retrenchment exercise accompanying the face-off between the labour union and the employer. Lecturers' compromise is very essential to smooth functioning of the institution. University conflict resolution process is defined as the behaviour intended to achieve some peaceful goals.
Recommendations
To this end, it is hereby recommended that leaders should:
be more tactful in creating an environment which is likely non-adversarial and which may assist in the avoidance of disputes.
not form cliques within the system be open and friend of all uphold justice and honesty at all times
Makes sure that the negotiation techniques build a true team and weld students and lecturers' efforts into a common effort.
Make use of the best leadership style for each situation to resolve conflict Give lectures, campaign, orientate people where necessary Be a good listener and communicator
